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SENIOR VICE PRESIDENT, HUMAN RESOURCES
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VICE PRESIDENT, WESTERN AREA OPERATIONS

SUBJECT: Audit Report - Management Practices in the Alaska District
(Report Number LB-AR-01-019)

This report presents the results of our audit of personnel management practices in the
Alaska District (Project 00JAO03LB000). The audit was conducted in response to a
congressional inquiry that included allegations of nepotism, intimidation, and wasteful
staffing practices. The primary objective of the audit was to determine whether the
allegations had merit.

Our audit revealed that some of the allegations regarding nepotism, intimidation, and
wasteful staffing practices in the Alaska District had merit. While we did not
substantiate the allegation of nepotism, we found there was an appearance of nepotism.
We also found evidence to support the allegation of intimidation at the Wasilla Carrier
Annex during the week of the route inspections and for a short period following the route
inspections. However, we found no evidence to support the allegation that the Human
Resource manager was not responsive to employees’ allegations of nepotism,
intimidation, and wasteful staffing practices. Furthermore, we found the staffing
practices during the route inspections at the Wasilla Carrier Annex were not wasteful.

We recommended that management consult with the Law Department regarding
whether the transfer of relatives falls within the statutory nepotism prohibition and that
guidance be provided on how to mitigate the appearance of improprieties when dealing
with the employment of relatives to include appointment, transfer, and promotion. We
also recommended that management establish and publicize procedures to require
higher-level approval for transfers and promotions of relatives. Additionally, we
recommended management monitor the workplace climate at the Wasilla Carrier Annex
and implement a training program for management on how to resolve grievances.

Management in the Western Area did not concur with recommendation three relating to
formally establishing and publicizing procedures to require higher-level approval of
transfers and promotions of relatives of management officials. While field management



disagreed with this recommendation, we consider it resolved because headquarters
Human Resources officials agreed to revise and update the guidance on nepotism
based on this report. However, management indicated they concurred with our
remaining four recommendations and their actions taken and planned are responsive to
those recommendations. Management’'s comments, in their entirety, are included in the
appendix of this report.

The Office of Inspector General (OIG) considers recommendations 1 and 2 as
significant and, therefore, require OIG concurrence before closure. Consequently, the
OIG requests written confirmation when corrective action is completed. These
recommendations should not be closed in the follow-up tracking system until OIG
provides written confirmation that the recommendations can be closed.

We appreciate the cooperation and courtesies provided by your staff during the audit.
If you have any questions, please contact Joyce Hansen, acting deputy assistant
inspector general, Oversight and Business Evaluations, or me at (703) 248-2300.

Ronald K. Stith
Assistant Inspector General
for Oversight and Business Evaluations

Attachment

cc: Patrick R. Donahoe
Suzanne H. Milton
Anthony J. Vegliante
Bill R. Fetterhoff
John R. Gunnels
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EXECUTIVE SUMMARY

Introduction

The Office of Inspector General (OIG) initiated this audit in
response to a congressional request. Specifically, a

congressional representative requested the OIG conduct a
review of allegations that the _
inappropriately transferred, placed, and promoted his son;
that management used severe intimidation tactics and
wasteful staffing practices during a route inspection at the
Wasilla Carrier Annex; and that the *
B /s not responsive to employees making these

allegations and did not report the matters through proper
channels.

Results in Brief

Our audit revealed that some of the allegations regarding
nepotism, intimidation, and wasteful staffing practices in the
Alaska District had merit. While we did not substantiate the
allegation of nepotism in regards to the transfer, placement,
and promotion of the h son, we found there
was an appearance of nepotism. We also found evidence
to support the allegation of intimidation during and after the
week of route inspections at the Wasilla Carrier Annex. In
Anchorage, the majority of managers, supervisors, and craft
employees interviewed had not personally experienced or
witnessed intimidation in the workplace. Additionally, these
individuals believed that the work climate was good.
However, those individuals that experienced intimidation in
the workplace attributed the intimidation to aggressive
efforts to achieve performance goals.

We found the staffing practices during the route inspections
at the Wasilla Carrier Annex were not wasteful.
Management agreed, during our audit, to increase the
number of supervisors and managers in the Alaska District
who are trained on route inspection practices. This training
effort should help to limit the participation of individuals from
other districts during future route inspections. This training
was recently completed and route inspections are currently
ongoing in the district using Alaska personnel.

We found no evidence to support the allegation that the
was not interested in assisting
employees with regard to complaints of nepotism,

The _ is also the _ for the Alaska District.
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intimidation, and waste. The || EGTKTEKCGNG

responded in writing to union officials, which demonstrated
he took the allegations concerning the Wasilla route
inspections and the transfer, placement, and promotion of
the |G son seriously, and was interested in
clarifying the actions taken with regard to these matters.

Summary of
Recommendations

We recommended the senior vice president, Human
Resources, consult with the Law Department regarding
whether the transfer of relatives falls within the Postal
Service and statutory nepotism prohibition and advise us of
the Law Department’s opinion. We further recommended
that guidance be provided on how to mitigate the
appearance of impropriety when dealing with the
employment of relatives. We recommended that the vice
president, Western Area Operations, formally publicize and
establish procedures to require higher level approval for
transfers and promotion of relatives. In addition, we
recommended that quarterly follow-up interviews with
employees at the Wasilla Carrier Annex be performed to
continue efforts to improve the work environment at this
facility. We also recommended training for management,
which focuses on human relation skills, conflict
management, and managing change in the workplace.

Summary of
Management’s
Comments

Management indicated that Employee Resource
Management was currently revising policies and procedures
that provide guidance on the topic of employment of
relatives. Management also noted that the Law Department
was reviewing the language dealing with the employment of
relatives to ensure that the policy addresses all applicable
statutory language on this topic. Management stated that
the final draft policy would be placed into the clearance
process, which takes 90 days.

Management determined the current “Restrictions on
Employment of Relatives” in the Personnel Operations
Handbook EL-311 provided sufficient guidance and
instruction to field operations on the employment of
relatives. Management indicated that headquarters Human
Resources should be the appropriate name for providing the
appropriate guidance. As a result, management indicated
they would not formally establish and publicize procedures
to require higher-level approval of transfers and promotions
of relatives of management officials. With
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regard to the work climate at the Wasilla Carrier Annex,

management responded that a designated “management
mentor” and the H will continue to
monitor the workplace climate at the annex and believed the
workplace climate had improved. Management also noted
that quarterly employee interviews would be conducted at
least three times between now and December 31, 2001.
Management indicated that the area managers of Human
Resources and Labor Relations were charged with
assessing management’s preparedness to avoid
grievances, by properly managing the grievance process
and resolving grievances at the lowest possible level.
Management has ensured that any additional training or
development required as a result of this assessment will be
completed by October 1, 2001.

Overall Evaluation of
Management’s
Comments

Management concurred with four of five recommendations
and their actions taken and planned are responsive to those
recommendations. However, management did not agree
that the Western Area should formally establish and
publicize procedures to require higher-level approval of
transfers and promotions of relatives of management
officials. Instead, management suggested that
headquarters Human Resources should implement the
recommended action. Because Human Resources
management has stated they intend to implement broad
policy on the employment and placement of relatives, we
consider such actions responsive to the recommendation.
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INTRODUCTION

Background

The Office of Inspector General (OIG) received a May 23,
2000, congressional inquiry regarding allegations of
nepotism, intimidation, and wasteful management practices
in the Alaska District and specifically in the Wasilla Carrier
Annex. The letter contained allegations that (1) the Alaska
inappropriately transferred his son into the

Alaska District, placed him into the Associate Supervisor
Program and then promoted him to a supervisor position,
(2) management used severe intimidation tactics, and
wasteful staffing practices during a route inspection at the
Wasilla Carrier Annex, and (3) the | EGTTGGEN

was uninterested in assisting employees with
these situations and did not report the matters through
proper channels.

According to Postal Service Personnel Operations
Handbook EL-311, April 1990, nepotism is defined as the
attempt by any Postal Service manager or non-bargaining
employee to recommend, influence, or express interest that
could be construed to influence the appointment or
promotion of a relative. Section 312.3 of the handbook,
Restrictions on Employment of Relatives, provides policies
and procedures on handling appointment and promotion
consideration of relatives of a Postal Service manager.

The Postal Service established the following initiatives and
strategies to instruct employees on maintaining a violence-
free workplace:

e The Joint Statement on Violence and Behavior in the
Workplace states the Postal Service’s position that
violent and inappropriate behavior will not be tolerated
by anyone at any level of the Postal Service.

e Publication 45, A Violence-Free Workplace, states
everyone has a right to a violence-free workplace.

e The Alaska District’'s Zero Tolerance Policy for Acts or
Threats of Violence in the Workplace states the district’s
position is to create and maintain a healthy workplace.
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Objectives, Scope,
and Methodology

Our objectives were to determine if allegations of nepotism,
intimidation, and wasteful staffing practices in the Alaska
District had merit. Specifically, we determined whether

(1) the appearance of nepotism existed regarding the
transfer, placement, and promotion of the h
son; (2) letter carriers at the Wasilla Annex were subjected

to intimidation during and immediately following a week long
period of route inspections; (3) employees at the Anchorage

facility experienced intimidation in their work environment;
(4) the _ acted responsively to
employees’ allegations, and (5) staffing practices during
route inspections were wasteful.

To accomplish the objectives related to nepotism, transfer,
placement, and promotion of the * son, we
reviewed Postal Service policies and procedures concerning
transfer, placement, and promotion of relatives. To answer
the objective concerning intimidation, we looked at
grievances, Equal Employment Opportunity complaints, and
disciplinary actions to help us assess whether intimidation of
employees was occurring. Regarding our objective
concerning wasteful staffing practices, we reviewed travel
vouchers, personnel files, and other personnel related
reports to assess the reasonableness of staffing decision
during route inspections.

To accomplish all of our objectives, we interviewed Alaska
District management including the || GG
manager of Human Resources, manager of customer
service operations, employee and workplace intervention
analyst, labor relations specialists, postmasters, station
managers, and craft employees at 15 facilities in Anchorage
and two facilities in Wasilla. We interviewed 115 craft and
management employees in the Alaska District. Specifically,
in Anchorage we randomly selected and interviewed 49 of
959 craft employees and 28 of 83 management employees.
At this location, we also interviewed 11 management and

7 craft employees who were not included in our random
sample. In Wasilla, we interviewed, 2 managers, 4 clerks,
and all 14 letter carriers. These employees were selected
judgmentally.
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This audit was conducted from September 2000 through
May 2001 in accordance with generally accepted
government auditing standards, and included such tests of
internal controls as were necessary under the
circumstances. We discussed our conclusions and
observations with appropriate management officials and
included their comments, where appropriate.

Prior Audit Coverage

We did not identify any prior audit coverage in the last
5 years related to our specific audit objectives.
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AUDIT RESULTS

Allegations of We did not substantiate the allegation of nepotism in
Nepotism regards to the transfer, placement, and promotion of the

son. However, we found there was an
appearance of nepotism in that some employees we
interviewed believed the || | I son had
received preferential treatment of his transfer to another
Postal Service facility, placement into the Postal Service
Associate Supervisor Program, and subsequent promotion
to supervisor. Local procedures on the transfer of relatives
are unwritten and not well publicized, which contributed to
the perception of nepotism. In addition, national policy on
the employment of relatives does not address transfer of
relatives, which contributed to confusion over how Human
Resources should have handled the situation. Additionally,
national guidance for administering the Associate
Supervisor Program does not address how to mitigate the
appearance of nepotism when placing relatives in the
program. We found that the Western Area vice president
responded to the allegation of nepotism in a May 2000 letter
to the president of the National Association of Letter
Carriers Branch 4319.

Transfer, Placement We found the transfer of the || I son had

and Subsequent been approved at a higher level than normally required by

Promotion local policies for transfers. The Western Area manager of
Human Resources approved the transfer. Local procedures
only require the approval of the manager, Human
Resources, Alaska District; however, this policy is neither
written nor publicized. The Personnel Operations
Handbook EL-311, section 312.312, which discusses the
employment of relatives, does not specifically address the
transfer of relatives.

We also found the placement of the || | S son

into the Associate Supervisor Program and his subsequent
promotion followed established procedures. We found no
evidence that the i was involved in the
transfer, placement, or promotion of his son. The

stated that he neither transferred his son to the
district nor was he involved in the son’s selection for the
Associate Supervisor Program. Additionally, he stated that

he stayed as far away as possible from the process.
However, we found there was an appearance of nepotism in
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that some employees interviewed believed the |||l

son had received preferential treatment in the
execution of his transfer and placement into the Postal
Service Associate Supervisor Program and subsequent
promotion to supervisor. National guidance for
administering the Associate Supervisor Program does not
address how to mitigate the appearance of nepotism when
placing relatives into the program.

Placement into the Associate Supervisor Program was
competitive, and a review committee made the final decision
for all applicants.? The review committee was comprised of
supervisors in the Alaska District. In interviews, these
supervisors stated they were not influenced in any way. We
found the application package for the ﬂ son
met established guidelines for selection as documented in
the Associate Supervisor Program Coordinator’'s Guide.
Seventeen individuals applied for the program and eight
were selected. Upon successful completion of the program,
the | I son and other successful candidates
were promoted. Specifically, the || GG son was

promoted to supervisor, Customer Services, in the Alaska
District.

During interviews, employees stated they felt the [l

son received special treatment with regard to his
transfer, placement into the Associate Supervisor Program,
and subsequent promotion to a supervisor. One employee
expressed the opinion that individuals do not usually get
selected for the Associate Supervisor Program on their first
application. Other employees were concerned with the
timing of the | N Bl s<'cction for the
Associate Supervisor Program, which occurred 6 months
after his transfer to the Alaska District. The guide states,
external candidates may be selected if the internal
candidate pool does not include a sufficient number of
talented people. However, no data was available on the
number of individuals selected on their first application to
the program. Program guidance emphasizes that decisions
on recruitment depend on the talent pool and is done in
conjunction with internal recruitment efforts.

Both internal and external candidates can submit applications for the Associate Supervisor Program. A review
committee composed of three supervisors evaluates all applications. Candidates who successfully complete the
program are promoted to a supervisory position. Associate Supervisor Program Coordinator’s Guide, August 1998.
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Western Area Vice
President’s Response
to Allegation of
Nepotism

In a May 19, 2000, letter to the president of the National
Association of Letter Carriers Branch 4319, the Western
Area vice president responded to the allegation of nepotism

in the transfer, placement, and subsequent promotion of the
* son. The Western Area vice
president stated the allegation was incorrect. In his
response, the Western Area vice president explained the
circumstances of the transfer and placement. He stated
that the transfer request was handled as other transfer
requests were handled and that the || | I son
had as much or more postal experience than many
Associate Supervisor Program candidates.

Recommendation

We recommend that the senior vice president, Human
Resources:

1. Consult with the Law Department regarding whether the
transfer of relatives falls within the Postal Service and
statutory nepotism prohibition and advise us of the Law
Department’s opinion.

Management’s
Comments

Management concurred with our recommendation.
Management responded that headquarters Employee
Resource Management was currently revising policies and
procedures that provide guidance on the employment of
relatives. Management noted that new guidance would
appear in the release of Handbook EL-312, Employment
and Placement. Management also stated that the Law
Department was currently reviewing draft language dealing
with the employment of relatives. Management commented
that following the legal review the final draft of the policy
would be placed in the clearance process, which would take
approximately 90 days.

Evaluation of
Management’s
Comments

Management'’s actions taken and planned are responsive to
the recommendation.
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Recommendation

We recommend that the senior vice president, Human
Resources:

2. Provide guidance on how to mitigate the appearance of
improprieties when dealing with the employment of
relatives to include appointment, transfer, and
promotion.

Management’s
Comments

Management concurred with our recommendation.
Management responded that headquarters Employee
Resource Management was revising Handbook, EL-312
Employment and Placement to include guidance on the
employment of relatives, which encompasses not only initial
hire, but also transfer and promotion. In addition,
management indicated the Law Department was in the
process of reviewing draft language dealing with the
employment of relatives. The Law Department’s review was
intended to ensure that Postal Service policy addresses all
applicable statutory language on employment of relatives.
Additionally, management stated that subsequent to the
ongoing legal review, the final draft of the policy would be
placed into the clearance process, which takes
approximately 90 days.

Evaluation of
Management’s
Comments

Management'’s actions taken and planned are responsive to
the recommendation.

Recommendation

We recommend that the vice president, Western Area
Operations:

3. Formally establish and publicize procedures to require
higher-level approval for transfers and promotions of
relatives of management officials.

Management’s
Comments

Management did not concur with our recommendation.
Management determined the current “Restrictions on
Employment of Relatives” in the Personnel Operations
Handbook EL-311 provided sufficient guidance and
instruction to field operations on the employment of
relatives. Additionally, management noted that
headquarters Human Resources should be the appropriate
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venue for compliance with this recommendation.
Management also noted that any action by the Western
Area to establish or publicize procedures over and above
the existing procedures would be counter intuitive.
Management argued that any action by the Western Area
on this matter could be construed as “denying employment
or promotion to otherwise eligible and qualified relatives of
non-bargaining employees,” which would be of grave

concern. Additionally, management noted that the audit
reported the * of NG

properly sought higher-level area approval of the
appointment discussed in the report.

Evaluation of
Management’s
Comments

Western Area management’s comments were not
responsive to our recommendation. However, headquarters
Human Resources management stated they are
implementing broad guidance on the employment and
placement of relatives, which is expected to be published 90
days after legal review. We consider actions planned by
headquarters Human Resources to update and revise
guidance on nepotism, to be responsive to the issues
identified in this report.
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Allegations of
Intimidation

We found evidence to support the allegation that
intimidation at the Wasilla Carrier Annex occurred during the
week of route inspections and for a short period following
route inspections. However, at the time of our audit
fieldwork, employees interviewed described the current
work environment as good and attributed the improvement
to a change in supervision.

Intimidation at the
Wasilla Carrier Annex

In interviews, employees described how they felt during the
route inspections. Many employees stated that the number
of supervisors present during the route inspections was

excessive and made them feel intimidated. In addition, the
supervisors were described as aggressive and intimidating.

For example, one supervisor shoved the mail around in
employees’ workstations, causing confusion and extending
the time it took to prepare and deliver the mail. One
employee described this supervisor as causing “total chaos”
on the workroom floor. Another employee stated a
supervisor used “dehumanizing” methods, such as labeling
timecards to notify employees of disciplinary discussions.
Yet another employee stated that supervisors assigned to
the route inspections badgered them on the workroom floor.

In addition, an employee indicated that two supervisors
followed carriers on their routes. Employees viewed the
number of supervisors assigned to each carrier as
excessive and intimidating. Further, employees were
issued discipline when they asked supervisors routine
guestions. When one employee asked about bathroom
breaks because the employee’s route covered a remote
area, the employee was disciplined for asking this question.

Discipline Issued
During Wasilla Carrier
Annex Route
Inspections

We found that during the route inspections and for a short
period following the route inspections, 15 disciplinary
actions were issued to 6 of the 14 letter carriers. Generally,
employees were charged with failure to follow instructions
and unacceptable work performance. All of the disciplinary
actions issued during the period of the route inspections
were subsequently rescinded or settled.

Employees stated one supervisor, detailed from Wyoming,
demonstrated extremely aggressive behavior during the



Management Practices in the Alaska District LB-AR-01-019

route inspections. This supervisor issued 10 of the

15 disciplinary actions. Despite employee concerns, the
Wasilla postmaster expressed the opinion that this
supervisor was excellent in conducting inspections and in
managing carrier activities.

Management Actions to In response to labor management issues caused by the

Address Labor route inspections, the district manager initiated a workplace
Management Issues at intervention.®> The intervention was conducted by the

the Wasilla Carrier Western Area labor relations specialist with union

Annex cooperation.

The intervention report disclosed there were two groups of
employees with very distinct perceptions of the office. One
group felt they were working under a dictatorship with very
strict rules; and the other perception was that employees,
and to some extent the union, were running the office.

The report identified the following divergent perceptions
concerning the work environment:

 Employees agreed that the work environment had
improved.

e There was a lack of consistent leadership in the
office, which resulted in conflicting management
styles.

e Two issues of concern surfaced regarding the route
inspections. First, individuals from outside the
Alaska District conducted inspections. Second, the
team conducting the inspections was too large.
Some employees welcomed the involvement and
attention of the large team, and others identified their
actions as harassment.

e With regard to managing the office, one group felt
management was too controlling, while the other felt
that management was finally exercising control.

e There were a high number of grievances, and
grievances were not settled at the lowest step.

3The intervention was conducted on July 17 and 18, 2000, and a report was issued on September 13, 2000.
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The report identified factors that contributed to tension in the
workplace, including the lack of consistent management, the
lack of experience of the current supervisor, and the
supervisor’s lack of knowledge of the union contract.
Additionally, the union steward was described as intense
and combative.

The intervention report recommended the following actions:

Select outside management and union mentors to
assist and oversee relationships within the office.

Train the current supervisor on how to resolve
grievances at the lowest level and provide joint
training on the union contract.

Monitor grievance activity.

Work with the union to improve the atmosphere in the
office.

Conduct follow-up interviews to evaluate the work
environment.

Status of Intervention  The district Human Resources manager provided the
Report following status, as of February 12, 2001, on progress made
Recommendations on recommendations included in the intervention report.

Mentors were identified for Wasilla. They are the
local president of the National Association of Letter
Carriers, and the manager of Post Office Operations.
These mentors will assist in improving relationships
within the Wasilla Carrier Annex.

Union and management have met on a number of
occasions since the intervention. Formal and
informal labor management meetings continue to be
held.

All prior grievances were referred to the mentors for
settlement.



Management Practices in the Alaska District LB-AR-01-019

e The manager, Human Resources met with the
national business agent for the National Association
of Letter Carriers three times since January 2001 to
resolve cases pending arbitration.

« No formal labor contract training was given, however,
with the level of oversight given by mentors, contract
learning is an ongoing process.

e Grievances are being resolved at the first step with
the support of the mentor.

e Oversight of grievance activity is ongoing.

e The National Association of Letter Carriers mentor is
working to improve the relationship of the local
representative and management. Some progress
was made In this area.

The district Human Resources manager believes that the
work environment has improved; however, no follow-up
interviews with employees have occurred to verify this
conclusion. The only recommendation not acted upon by
the district was to conduct follow-up interviews with the
employees in Wasilla. We believe this is an important step
in improving the work climate at the Wasilla Annex and
ensuring employees of the importance of their concerns.

Recommendations The vice president, Western Area Operations, should
require the Alaska District manager to:

4. Conduct quarterly follow-up interviews with employees to
monitor the workplace climate.

Management’s Management concurred with our finding and

Comments recommendation. Management has assigned one of the
Alaska District’'s managers of Post Office Operations to be
the “management mentor” to routinely visit the office,
provide guidance, and monitor the workplace climate in
Wasilla. In addition, quarterly employee interviews will be
conducted at least three times between now and
December 31, 2001.
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Evaluation of Management's actions taken and planned are responsive to
Management’s the recommendation.

Comments

Recommendation The vice president, Western Area Operations, should

require the Alaska District manager to:

5. Implement a training program for management on how
to resolve grievances.

Management’s Management concurred with our finding and

Comments recommendation. Management has requested an
assessment of management’s preparedness to avoid
grievances, properly manage the grievance process and
resolve grievances at the lowest possible level. Additional
training or development identified as a result of the
assessment will be completed by October 1, 2001.

Evaluation of Management'’s actions taken and planned are responsive to
Management’s the recommendation.
Comments
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Intimidation and Work The majority of managers, supervisors, and craft employees

Climate in Anchorage

interviewed in Anchorage had not personally experienced or
witnessed intimidation in the workplace. Additionally, they
believed that the work climate was good in Anchorage.
However, those that had experienced intimidation in the
workplace attributed the pressures to aggressive efforts to
achieve performance goals.

Management
Employees

Nineteen management employees interviewed had not
experienced or witnessed intimidation in the workplace.
However, eight of twenty-eight employees felt intimidated by
senior management to achieve performance goals. A few
employees cited situations where they were threatened with
disciplinary action if they did not meet their performance
goals.

Two managers interviewed provided examples of where
they had experienced intimidation. One manager
expressed frustration when she had received performance
awards, but was still threatened with discipline if
performance goals were not met. The other manager
requested a voluntary downgrade and transfer, and was
willing to commute over 200 miles one-way rather than
continue to be threatened with termination for not making
performance goals.

Craft Employees

Thirty-four of forty-nine craft employees interviewed had not
experienced or witnessed intimidation in the workplace.
However, 15 employees felt intimidated by management
personnel. Four of the employees that felt intimidated by
management believed this intimidation was the result of
pressure subordinate supervisors received from senior
management concerning performance goals.

Work Climate

We asked managers, supervisors, and craft employees to
rate the work climate at their current facility. Most stated
their work climate was good. In addition, some stated it had
improved due to management changes.
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Actions Taken by
Human Resources
Manager

We found no evidence to support the allegation that the
—pwas not responsive to
employees’ allegations of nepotism, intimidation, and
wasteful staffing practices. The Wasilla route inspections
started on March 4, 2000. On March 7, 2000, the President
of the National Association of Letter Carriers Branch 4319
wrote a letter to the district concerning the route inspection
Erocedures. On April 3, 2000, the H

replied to the March 7, 2000, letter from the union.

The NN response to the union

officials indicated she took the allegations seriously, and
was interested in clarifying the actions taken with regard to
these matters. Additionally, the i
sent the district employee workplace intervention analyst to

Wasilla and the area followed up with an intervention held in
Wasilla in July 2000.
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Allegations of Waste
in Route Inspection
Staffing

We found the staffing practices during the route inspections
were not wasteful. The district deemed it necessary to
inspect the routes every day during the week in question.
Guidance allows management to determine the number of
route examiners and the frequency of the route inspections.
The Postal Service Handbook M-39, section 231.1, states
the inspection of a route is the observation by a manager of
the carrier’s office and street work for one or more days and
includes counting and recording the mail handled and the
time used for each function.

According to the district manager, there were not enough
trained supervisors within the district to accomplish this
task. There were ten routes to be inspected with one
examiner needed to inspect each route each day. Six
supervisors were detailed from outside the Alaska District to
assist with the route inspections conducted at the Wasilla
Carrier Annex. In addition, local and district management
participated. We did not take exception to this situation, as
management had sound justification for conducting
Wasilla’s route inspections in this manner.

Auditor Comment

During our review, the || I stated he planned to
ensure supervisors and managers in the Alaska District are

trained to perform route inspections because there were not
enough trained supervisors within the district to accomplish
route inspections without detailing supervisors from other
districts. This training has been completed and route
inspections are currently ongoing in the district using Alaska
personnel.
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APPENDIX. MANAGEMENT’S COMMENTS

SUZAMNE F. MEDVIDCVICH
SBENKIER WICE PHESIJENT
Hurian HESOURGES

LB-AR-01-019

LWITED STATES
F— FPOSTAL SERVICE

May 2, 2001

RONALD K. 5TITH

SUBJECT: Transtmittal of Craft Audit Report — Management Practices in the Alaska

Digtrict (Aopot Mumber LB-AR-0M-DRAFT)

The following commerts are provided in respanse to the Mareh 3 draft audt roport.

Recommendations from the Discussion Foints:

1.

Serior VP, Human RBesources consult with the Law Department regarding whethar the
tranzslgr of relatives Falls wilhin the Poslal Servies and statutory nepotism prohibition and
advise us of the Law Department's opinion.

2. Senior VP, Human Resources provide quidance on how o mitigate the appearance of
impreprieties when dealing wizh the appeintrent, franster, and promotion of relatives.
Response:

Employee Resource Management is currentty revising our policies and proceduras that
pravide guidance on the topic of the employment of relathves. New guidance will appear in
{he release of Handbook EL-312, Emplaymeant and Macement. Guidance on the employment
ol relatives encompasses not only indial hire, but also employment in broader kerms to
include lransfer and promolion. The Law department is currerly reviewing a araft of -he
fanguage dealing with the empleyment of relatives. Thair review is intended Lo ensure Lhat
our polley sddrasses all applicable statnary language on the tepie of employment of
relatives, Subsequent to legal revierw, tha final draft of 1the policy will be placed inta the
clearance pracess, which takes approximately 90 days.

. e o
— -'r_‘?(,a.m.;r.( //_ fﬁfr’(ggﬂf v-{l[;_f/'

Suzénne F. Medvidovich
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LINITEDG STATES
POSTAL SERVICE

Apri g, Z001

SLBJECT:  Western Area Management Commenis
Traasmittal o° Draft Audit Report — Management Practices in the Alrska
Lustrict (Report Number LB-aR-01-DRAFT)

MEMORANDLIM FOR:  Ranald K. Smith
Assistant Inspector General
for Oversight and Business Evaluations

Masagemenl comments on the above subject Draft Audit Repart are furnished herein, Flease
nota the original response cate of April 2 was cxtonded to April 16 by Ms. Hansen,

Management comments were tequested fom Senigr Vice President of Human Rescurces
Suzanne Medwidovich and Wastern Area Vice President of Operations Craig Wads, This is to
respond to just those recormmendations addressed to YWestern Area.

It was recommended the Vice President of Western frea Operations “formally estahlish =nd
publicize procedures o require higher-level appraval for fransfers and promations of relat ves of
managernent officials®

We have determ ned the currert "Restricticns on Fmployment of Relatives™ at part 312.3
of Persannel Operations Handbook EL-311 {attached) provide sufficient guidance and
inst-uction to fiald operations on the employment of reatives.  We recognize OIG kRas
separately recommended o the Senior Vice President of Human Resources 1o consider
whetner these personnel requircments arc sufficicnt.

Wa balieve the requested determination by Headquarars Hurman Resources is 1ha
appropriate venue for this recommendatian. Any action by Weslen Area o esizblish or
publicize prooedures ovor and above the proccdures in pert 3123 wonld be counter
intuitive.  Futher, we specilically note to your attenlion part 312.313; any action oy
Weshern Area that could be construed as "denying employrent or promotion o atherwise
glig ble and gualified relatives of non-bargaining emplovees”™ would be o grave concem.

We algo note your sudit reports the
propetly sought boghes level Area apgroval of the appointment at issue,

H was recomrerded the Vice Prasident of Western Area Operations should require the Alas<a
District Manager to {1} “Conduct quarterly follw-un interviews with amployeas to moniter {he
workplace climate” and (2) “Implement a fraining prograrm tar rmanagement on how to resohes
grievance.”

as ensurec that Manager of Post Office
Cperations akes frequent persanal visits fo Wasila in his derignaled
rale as the "management mentor” to assist in improving relationshizs witnin the Wasila

Carrier Annex. q'las manitored labor management meatingsiissues and
provided guidanee, In concert with mr hat,
we nelieve, has cont nued 1o imanove he workplate Ciimate in wWasra.

1740 S1s00 £ Hezt, SR KR
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Western Area Management Comments

Transmittal of Draft Audit Report — Management Practices in the Alaska District
Renald K. Smith

Aprl S, 2001

Pace lwo

i has rﬁcentlﬁpolnted the Employee Workplace Intervention
Analyst for Alaska District, i particulary well qualified to conduct the

Mquadeﬂy employes interviews" to menitor the Wasilla workplace climate.
nd | have agreed these interviews will be conductad at least three times
hetwecn now and Docembor 31, 2001

ww appointed Weslern Area Manager of Human Resources
replacing who “ecently retired. ﬂe newly appointad
Manzger of Labkor Rolations for Westen Area replacing Wk was recenlly
romoted  outside the Area.  The Western Area Vice President has requestod
_ and Il ==:css management's preparedriess s aveid grievances,
properly manage lhe grievance process and reschve grievances at the lowest possible
leval. ﬁlas committed to ensuring this assossment and any addilional
training ar development requred as a result of this assessment will be completed by
Cctober 1, 2001,

We offer additicnal comments on some othe- aspacts of this audit repart,

Thea issue of avaiding the appearance of nepetism is complax. Anytime the relative of A postal
manager is appointed or promoted, the appesrance of nepotism is created. We node that part
312312 Personnel Operations Handbook EL-311 stales, in pertinent part, “Appeinting and
approving authosdties must consider whether the aspaintment ar prometion of tne relative s likely
to create the appearance of impropriety in the eves of the public and other postal empioyass (and
therefore brng discredit to the Fostal Service).  If so, an alternate selection should be
considared.”.  This section iz immediatey followed by part 312.313 which states, “These
regulatlons are not intended to arbitrarily deny employment or prameotion to otherwise eligible and
qualified relatives of non-bargaining employvees.” We belipve these two instrictions ere intended
to be interpreted together as pad of 3123, The penalties associated with falling 1o appaint or
promate an otherwise eligible and gualified ralative must also be considerad,

Yie alsa note all the allegaticns addressed in this audit arise from the management decision to
address city camier problems in Wasilla. We appreciate the inciusion of the Western Area
intervention assessment. We take special note of two observations fram the report

"The inlerventon report disclosed there were two groups of employees wikh wery distinct
percentions of the office. One group felt they were werking under a dictatarship with very
sirict rules; and the other perception was that employees, and Lo some extenl the union,
was rurning tha office,”

" Some employeas walcome the involvament and afttenticn of the large team, and
others identified their actions as harassment.”

" ..Cne group felt management was too controlling, while the cother “slt that
management was finally exercising contrei.”

We think it sertinent to note the -esults of the management cecision o address percaived city
carricr issues in Wasilla, Clty carrler workhours for the first half of FY 2001 are —10% to the city
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YWestern Area Management Comments

Transmittal of Draft Audit Report ~ Managemenl Practices in the Alaska District
Ronald K. 3mith

April 9, 2001

Page Thres

carrer workhours used in the first half of FY 2000, Cidy cermier overtime [ur this same period is
-47% improved and penalty overtime is —56% improved. Thase improvements in efficicncy werg
realized with the eaircidant improvement in the warkplace climate In Waslla. This observation is
shared only to vai:date the original managernent perception of severe city camier issuas in Wasilla
appearsd corract.

We recognize QIF has invested considerable time and resources to this audit of Alaska Destnct.
We believe this OIG involvement has nad an additional posilive influence on e workplace
climate in Alaska and g-eatly appreciate your atlenton o tnis matter,

Gete . oz

Craig G. Wade
Yice Prasident, Area Operations

Attachmenis

Distribution with Attachments: m
3 : ich

Susanne H. Millan
Anthony J. vegliante
Jabr R Gunnels
Harolg J, Hughes

CEWEED
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31214

Farsonnat Jperationa

_-d"",-._
autharized. whether or :};n,tfrﬁéy are high schonl
graduates, if there is np-ddequate supply of per-
sons 18 years and Epﬂ*?e.

312.14 Rest_rtcfians on Assigpnments. Parsons un-

der 18 years may not be assigned to aay position
whigh-Tequires any of the fnilowﬂwg’é'ﬁvities:

a. Operation of a mujar “vehicle,

b, Operation ag fawer-driven woodwarking
machines. ‘x"’

< Dﬁpefation of power-driven hoisting ap-
PArELUE,~
e
Operation of powar-driven mefal forming,
punching and shearing machiuﬂs"

¢. Operation of cu‘cular saws, bandsaws, or
guilloting shears.

anz2 Cltizg,ns"ﬁip Requirements
.-t""‘- ‘,.A'f""ﬂ_—‘
31(2..2‘( Eligibility. Noncitizens.-of the United
Sfates who have been accoraed (granted) perma-
nent resident align status-in the United States are
eligible for appointment o all Postat Service pasi-
tions, levels EAS19 and below, cxeept positions
desngnated b the Postal Seevice as fr;a.mﬂ?nﬁa-
tives of” American Samoa ang.-THe Northern
I'-Wa Islands are eligible -f5r appointment 10
all Postal Service positibns,  Appointment of
noncillzens to positins in levels EAS-20 and
above, ar lo pusitions designated as sensizive,
be made onty with the prior approval. of}%g-
appropriaté RPMG or appmpnate APMG at
Heagatiart2vs,

312,22 Docnmentation. . ’I‘he appointing officer
must make the deg;nnmauun as to whether the

appointee is a e of the United States gr.e”
lawful perman€nt resident alicn by the precéssing
of an OM® Farm 1-9, Employment EHpibility Ver-

ificadond, Permanent resident a!m-n status requives
the appuointee to bave an Adien Regmrauon Re-
ceipt Card {Form [-15L.4T I-551) in addirion to
ather requirements spefified on the OMB 1-9. See
Exhibit 312.22.

3i2.3 Restrictions on Employment of Relatives

312,31 Policy.

2311 § LS 3110 is applicahle to the Postal
Service {30 USC HO(B)(1)) and incorporaes
broad restrictions an the employment of relatives
by agency officials. The following postal regula-

.82-

tions are significantly more restrictive than those
provided in the law,

312312 The attempt by any postal manager or
nonbargaining emploves o recommend, influ-
ence, or express interest which may be construed
as influence in the appointment ar promoton of
a relative, is prohibited, 1t is impartant to protect
putllic and employee confidence in the inegrity
of postal selection procedures. Appointing and
approving authorities musl consider whether the
appointment or promotion of the retative is likely
to create the appearance of impropriety in the
eyts of the public and other postal employees
{and therefore bring diseredit to the Postal Ser-
vice), TF 50, an alternate selection should be con-
sidered,

312,313 These regulations are not intended to
arbitrarily deny employment or promation to
atherwise eligible and qualified relatives of
nonbargeining employees,

312.32 Definitions,

JI2J321 Postal Manager. An emplovee with the
vested or delegated authority to hire, employ, or
promowe individuals, or effectively to recommend
individuals for such actions,

312.322 Nanbargaining Employee, Any emplovee
permanentty or temporacily in the EAS salary
schedule, or in the PCES. (Nede: This inclugles al
postal managers as defined in 312.321.)

F12322 Relative. An indivilual who is related
{by Dblood, mandage, or  adoption) tw ke
nonbargaining employee as father, mother, grand-
father. grandmother, son. davghter, grandson.
granddaughter, brothet. sister, aunt, uncle. neph-
ew, niece, first cousin, husband, wife. lather-
in-law, mother-in-law, brother-in-law,
sister-in-law, son-in-law. daughter-in-law, stepta-
ther, stepmother, siepbroiher, stepsister, stepnon,
stepdaughter, half brother or half sister. [Vose:
When applicable, a relationship s dissolved by
death or divoree.)

342,324 Nexr Higher Appointing or Approving
Authority. The MSC Manager, Cieneral Manager,
Fimld Division, Regional Postmaster OQeneral, or
SAPMG, [Human Resources Group, as appropri-
ate, This refers to the next higher organizational
lewvel.

Handbook EL-311, Apeil 1580
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312.33 Regulatory Provisinns.

312,337 A nonbargaining employee may not:

a. Recommend the hiving, employment, or
promoticn of a relative, or

b loterfers with che selection process in any
manner that may benefit a relative, or

¢. Show any expressinn of interest thar mav
be constroed as an Improprieiy.

J12.332 A postal manager may nol hice, employ,
LT pramole:

4. A relative: or

fr.  The reladve of any nonbargaining em-
ployee, if the relative was impracerly recom-
mended o the manager in vielation of these
regulations. {If an improper recormmendation is
received. the postal manager must forward the
file as in 312.334a, including disclosure of the
improper recommendation. '

312,321 Any nonbargaining employee who vio-
lates these regulations, or fails o make proper
disclosure, unless exceprad by 31234, wilk be sub-
ject to disciplinary action including remaval. Any
persannel action effacred in violation of these
regulations is subject to cancellation, or other
appropriate action.

F12.334 If a posiel manager's relative is within
reaeh for appuintment or promotion consider-
ation to d positon inodn instadlElion ik or over
wiich that posial manager exercises any jurisdic-
e or conuol, the complete file (e, hiving
worksheet, pronatan tile, all related documents,
and a Full deseription of the family relationship)
must pe forwarded o the next higher authortsy
over the postaf nanager a5 follows:

@ If the appointment or premotion i pro-
hibited by 312332, the complete Mle is forwarded
withicat recommendation. The next higher Tevel
aulbority must determine whether o make the
appintnent or promoion.

k. T the appaintment or promotion (s not
prohibited by 32,332 and a velative of a postal
manager is ko be sgpointed or pramoted, the
complete file is forwarded with recommendation
1 the next higher level authority for review and
appraval, The appointing official must include in
the file a stalement that no improper influence in
vielation of 312.3 has been exerted. The action
may noy e effected wntil the recommendation
has been approved in writing,

Handtook EL-311, April 1930

¢. Functional directars {or their equivalent)
at the MSC, division, or region are considered to
exercise epough jurisdiction or contral over their
1espective MSCs, divisions, or regions to be sub-
ject 10 these requirements. Persons reporting di-
rectly 1o functional directors whe also meet the
definition of postal manager are also included.
Mher postal managers may also be cansidered to
exgrcise jurisdiction or control far purpeses of
this section, Comsuit the next higher level of
management in any guesticnable case.

312,335 Exumples:

a. An associate office postimaster’s son 8
within reach lor appointment from the Clerk-
Carrier register at the same assoviawe office. Post-
masters may aot appoint their sons. so the file is
forwarded withoue reconmendation w0 the M3C
Manager for decision. as required by 312.334a.

#, A division general manager’s daughter is
within reach for appointment from the Clerk-
Carrier register at an installation within the wame
division. {The installatian head is nor -elated o
the division general manager’s daughter.) The in-
stallation head may tentatively select the division
peneral manager's daoghter, pending approval of
the region, as required by 312.334h,

¢. An M3C director's wife is within reach for
appointment at an associate office within the
same MSC. Since MSC directors customarily have
the delegated authority 10 hire, emplay, promaote,
ar recommend such actions, they are considered
postal managers as defined in 312321, Thercfore.
the associate office postmaster {who is not redated
to the M5 ditectar's wife) may tentatisely select
the MSC director’s wife subject 1o prior qoview
and written approval of the next higher leved
authority, the General Manager, Field Division,

312.34 Exceptions.

312341 Preference Eligibles. The appeintment of
a preference eligible relative s parmited without
higher level approval if:

a.  The preference eligibde i5 within reach
[amaong the theee bighest rared} for seleclion
from an appropriate vegister of eligibes, and

p.  An alternate selection canno! be made
from the register without passing over the prei-
erence eligible and selecting an individual who is
not a preference cligivle, This exception would
apply only il the relative were the only pref-
erence ciigible within reach for appoinument. The

-BE=
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selection must be reported 1o the next higher
level of management.

J12.342 Emergencies. When necessary tor mest
urgent needs resulting from an emergency posing
an immediate theeat tao life, mail security, postal
property, or the mission of the Pastal Service, an
installation head way make appointments of rela-
tives. Immedinte nnotification (o the next higher
level of management 5 required. Appoiniments
made under the emergency conditions will be
nencareer and will not normally exceed 1 month
in duration but may be extended for a second
month if the need sl exists, Extensians beyond
| month may ke made only with the prior ap-
proval of the Division Manager, Employment and
Development.

312,343 Postmaster RelleffiLeave Repluacemess,

Prohibitions regarding employment of relatives
apply to noncateer postmaster relieflleave re-
placements at EAS-11, EAS-13, and EAS-13 post
offives, This restriction  does  not  apply  to

nopcareer postmaster Teliefleave replacemnents at
EAS A-E offices.

312344 Senlor Qualifled. The promodon of a
retative to a bargaining-unit position filied by the
semive gualiffed bidder or applicant in accordance
wilil the provisions of the appropriate collective-
bargaining agreermment(s) need not be forwarded to
lhe next higher spproving authority,

312.35 5 USC 3319 3 LSC 319, whiel reswicts
the emplovment of mare than I members of a
family in the competitive service, does nol apply
to the Postal Secvice. There is no restriction on
the number aof persons in a family «hoe may be
enployed by the Postal Service,
o

312.4 Residence Requipeffients Applicatiogs-will
be accepted for 1Lions in 1h;N1P}p\’§:vice
without reggut-ln a residence regqrEotent wnless
On announcenent

312.5 Selective Service’lﬁgimalion Reyuirement

H2.51 Policy. To-be eligible for appaintment o
4 position in Postal Service maleshorn after
December 31, 1359 must, subjeet” o certain ex-
cepliuny‘%e regLstered with.tfie Selecdve Service
Systeal (S55) in accordapée with Section 3 of the
Mifitary Seleciive Seowfe Act,

-BE-

312.82 Certification of RB isfration Status,

EFFAYS Dﬂcumntﬂpdn Appeointing officers must
make 1 determisition as to whether male ap-
plll:ams b-cnrn,ﬁaftcr December 31, 1959 € regis-
¢ Selective Service Systgm ar exempt
Tegistration reguirément’ by the process-
f Formm 2591-a, Appidant’s Sumement of
clecitve Service Regisrrg&fgﬂ Siatns (see exhibit
312.52). In lieu of Forin 2591-A applicants rmay
submit a copy of their acknowlzdgement letter or
ather praof of registration or exemption issued by
ants wust sign and date the doco-
mirled (uﬁing ink) and  ad note
Selactive

2591-A ar mher proof submisréd is retained with
the applicant’s Form 259%, dppiication for Em-
ployateni, Slatements ,91" registrauon staws need
not be requesied m’!;m former postal employees
or current or fdrmer federal service employees
when the ividual's official personnel folder
contains A completed Form 2591-A or other up-
propiefte documentarion. —

e
o

312822 Verifying Registmtgan"”immr An ap-
plicant’s registration stakds can be verified by
vonticting the SSS sofl free telephone number
1-200-621-3388,

/f

312523 Afinhicants in the targeted Age groung
who fajln provide the informatinn requested an
thelprfagistratinon status will he considergd="not

available™ and will receive no furthar’ “eonsider-
ation far cmployment.

312.53 Applicants Nat litpgﬁtered.

5 Under 26 and Not Regisrered.
icials must advise applicants In this
13 that they are Ineligible for appoint-
because of their failure 1o repistgr-wmh the
$85 in accordance with Section 3 of the Military
Selective Service Act, (2) that sheir nomer 0] he
placed oo e insutive register, (3) o o ney
later pravide praof gi-tegistration or exemption
statws, Lheir nanes%ill be restured to the active
repister if theit' eligibility would not otherwise
have expwet], and (d) thal they LMwith
the at thetr local Post Offiger"or consuiar
offife if outside the Umtedﬁp&e};

J12.531 Appﬁc

312.532 Appileants 26 % her and Not Registered.
Appointing officials’ must advise applicans in
writing that (1) they are ineligible Tor appoint-

Hanzbook EL-311, Aprl 1930
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